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a. The Office or Training now has 28 instructor position vacancies which 
should be filled by experienced intelligence officers fro® DB/P, for 
the most part, and in lesser numbers from BD/I and DD/5. Thus far, 
the Office of Training has been unsuccessful In obtaining sufficient 
numbers of eligible candidates fro* other of fices of the Agency to fill 
these vacancies and to replace those non-OTF. career designees whose 
30-eonth tours with tha Office of Training have expired. 

b. Office of Training career designees, serving as instructors, some of 
who* haw not rotated since 1950, need to have their intelligence and 
operational experience replenished in order to achieve a proper balance 
as instructors between theory and practice. The Office of Training 
Career Service Board has inaugurated a Career Development Program 
which provides for the development of a five-year plan for each career 
designee of the Office of Training. Eonsally, the plane provide for 
at least one rotational tour of duty, of 12 months' alniiram duration, 

to another component of the Agency. It la impossible to put these 
career plans into effect, without interference with the training schedule 
of tha Office unless experienced operational and intelligence personnel, 
as replacements, are made available to the Office of Training on a 
nan for men basis. 

c. Resolution of this problem requires acceptance within the Agency of a 
policy that tours of duty with the Office of Training are necessary 
and desirable in the interests of the Agenoy, and that other Career 
Service Boards will accept OTR rota tees for duty in their components 
and will replace such rotates# with their own career designees for 
equivalent tours of duty in each case. 

d. Sine* personnel are controlled at the division level in BD/P , the 
Office ©f Training encounters difficulties in exercising exchanges 
and rotation of personnel on an equitable or quid-pro-quo basis ; for 
example, an OTR instructor may be released to Division A, but the 
most qualified replacement may be found in Division 8. Without 
centralised control of Clandestine Services personnel it is extremely 
difficult to negotiate exchangee on a truly equitable basis. 

e. In summary, therefore, this problem breaks down into the following 
steps* Office of Train!** existing vacancies of instructional personnel 
should be filled by experienced and qualified personnel who have the 
capability to serve as instructors fro® DB/R, BD/6 and DD/I comp onen ts 
of tha Agency. Secondly, the replacement of non-OTR career designees 
whose tours of duty with tha Office of Training approach expiration 
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should be replaced on a systematic basis; and finally, OTR career 
desig nees who require replenishment of their intelligence, operational 
and support experience should be p ermi tted to rotate to other components 
of the Agency on a man for nan replacement basis for equivalent tours 
of duty in each case. 

mmm Zi The Junior Officer Training Program 


Sons l aprerage iiita to the JOT Program can be made with substantial benefit 
to the Agency, for the most part the JOT Program suffers from deficiencies 
in the recruitment effort of the Agencx^Jurrently the Office of Training 
is authorized at all times to enetwfcer^^Hslot# for J0T*s undergoing mili- 
tary training and se rvic e and 90 JOT siots for no n— M ilitary personnel. As 
of 1 March 1955 only ■military slots were encumbered and hi civilian JOT 
slots were encusbered^aking s total of ^^ersonnel in the JOT Program 25X1A 

and |Hin the pipeline or a grand total o^^Has against a possible 25 x1a 

The rserwitaent effort is not conswnsurate wife the recruitment load Tor 
J0T«* sod Agency requirements for JOT* a exceed the supply. The following 
steps are deemed to be effective ways and means of Improving this situation: 

a. There is at present no incentive system for recruiters to place 
emphasis on the quality of personnel selected, ahead of quantity, 
for example, it takes b to 6 times as such work to identify end 
recruit a JOT as it does to select other professional or clerical 
personnel for the Agency. Priority is new given to recruitment 
of opera tiona l vacancies, tinder an incentive system, and with a 
larger recruitment effort greater numbers of JOT'S could be fed into 
the Agency system. 

b. The inability of the Department of Army to absorb it* ROW personnel 
affords a unique opport un ity to the Agency in exploiting a source of 
potential JOT personnel. The shortage of recruiters ha* made it im- 
possible for the Agency to exploit this source of a«npower. 



d. While arrangements have been m ade by the Office of Training to esta- 

bllsh a network ofHHHHH members of various colleges and tiniversi-^oX I 04 D 
ties throughout the country, this network requires more frequent 
stimulat ion than it la now getting. While the network is productive. 
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Office of Training eoneepta such as the JOT Program and ita taehniqnos 
of recruitment, decentralised tasting and selection of personnal, tha 
collegiat e spotter programs, and basic training principles havejbeen 
incorporated in the Vriaton Committee report on the Foreign Service of 


Approved For Release 2001/04/09 -CJA-RDP78-06365A000800050005-5 



Approved For Release 2001/1 




RDP78-06365 




25X1 A9a 


b. 


the Suited States. This occurwd as a consequence of P™ eene^i^ 

of the Chief, Basic School, Office of Training, 
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The Department of State is new moving rapidly to put these ideas into 
effect; for example i 

(1) The planned level of Department of State recruitment, aimlngat 
an estimated annual intake, after 19 55, of around25G class 6 
officers per year, is to be worked out on a flexible quota basis 

this year. 

(2) The examination procedure for the Foreign Serrtce has been wised* 
m §5 examination points have been established in tbs Stat es an d 
Territories* plus ell Foreign Service posts abroad; and two exami- 
nations are to be conducted this year* 

( 3 ) %» to fifteen recruiting teams of two men each have been working 
since early this year, covering every college and university of 
aar signific ance In t he 17. S., including agricultural and technical 
schools. 3 o^eSHHeandidates are expected to apply for the first 
of the year's HHJations in June, and another exam will^ offered 
in the autumn. Hereafter, It will be an annual affair. It i* ibe 
Depa rtment 1 s objective to meet substantially all its .Junior officer 
requirements hereafter, for service at home and abroad, through 
this program. 

Query; Why is State so far ahead of CIA in putting CIA developed ideas 
into effect? 
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